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Abstract 
The purpose of this study was to examine the relationships among job satisfaction, organizational commitment, and 
turnover intention of workers in two casinos in Macau. The current study was a correlational study and used 
convenience sampling, and a total of 105 surveys were retrieved from employees working in two casinos in Macau. For 
our sample, we found that job satisfaction had a significant and positive correlation with organizational commitment. 
We also found that the association between job satisfaction and turnover intention was positive but not significant and 
the association between organizational commitment and turnover intention was negative but not significant. Finally, the 
regression model indicated that job satisfaction and organizational commitment were effective predictors of employees’ 
turnover intention. 
Keywords: job satisfaction, organizational commitment, turnover intention 
1. Introduction 
Employees are the type of capital most important capital to organizational survival (Short & Harris, 2010). Huang and 
Hsiao (2007) found that the better the working conditions, the higher the levels of employees’ organizational 
commitment – i.e., how strongly they want to be a part of the organization – and their job satisfaction. If people stay in 
one organization long enough to gain experience that benefits them in their efforts to obtain promotion and/or work of a 
more interesting nature, they will be more satisfied with their jobs and have stronger commitment to them (Meyer & 
Allen, 1991). As such, how to improve employees’ job satisfaction and organizational commitment and decrease 
employee turnover rates are vital issues for organizational development. 
The gambling industry is the backbone of Macau’s economy, and involves an estimated 25% of the working population 
(Chi & Zheng, 2009). Demand for high-quality human resources is increasing in this industry. Consequently, the 
purpose of the current study was to examine the relationships among job satisfaction, organizational commitment, and 
turnover intention of workers in two casinos in Macau. In addition, the unique of this study was to help Macau 
government and gambling industry regulate necessary policies in order to cultivate employees’ job environment being 
more friendly.  
2. Literature Review 
2.1 Job Satisfaction 
Job satisfaction is neither completely contingent upon personality characteristics nor upon external working conditions; 
rather, it is an attitude and feeling formed by the interplay between individual personal factors and the environment 
(Hoppock, 1935; Vroom, 1964). For Locke (1969), job satisfaction depended on the discrepancy an individual 
perceived between her real possession and her expectations: if this discrepancy is small or nonexistent, then the 
individual will feel satisfaction, and if it is large, she will feel dissatisfaction. Following this line of argument, Wanous 
and Lawler (1972) declared that real possession has more, and longer-term, influence than expectations do. That is, the 
level of job satisfaction is determined by how employees define the discrepancy, and everyone will therefore have 
different perceptions of job satisfaction with regard to the same job.  
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Scholars have varying perspectives on the relationship between job satisfaction and organizational commitment. Porter 
et al. (1974) pointed out that job satisfaction is an important component of organizational commitment, with the former 
being closely related to working environment and therefore more changeable than organizational commitment is. 
Because job satisfaction is characterized by instability and variability, it can be viewed as a causal factor vis-à-vis 
organizational commitment, with Currivan (2000) suggested that the higher people job satisfaction, the higher their 
organizational commitment. Williams and Hazer (1986) argue that organizational commitment is contingent upon the 
individual’s assessment of perceived interest and suggested that job satisfaction is an antecedent of organizational 
commitment. Other empirical studies also show similar results (e.g., Kah Loong, 2011; Lambert, Hogan, & Keena, 
2015).  
2.2 Organizational Commitment  
Organizational commitment is a multi-factor construct (Cohen, 2003) for which scholars have proposed several 
competing typologies. For example, Staw (1978) classifies it into attitude commitment and behavior commitment. The 
former refers to people recognizing the goals and values of the organization and being willing to work hard to fulfill its 
mission; individuals anticipate the cost of leaving the organization because (e.g., status, pension, friendships with 
colleagues), and making psychological adjustments to maintain the consistency of their manners. For Meyer and Allen 
(1991), there are three kinds of organizational commitment: (a) emotional commitment, which refers to a person’s 
attachment to a specific organization; (b) continuous commitment, a person staying in an organization because of his 
beliefs; and (c) normative commitment, a person staying within an organization out of a sense of responsibility or 
obligation.  
Organizational commitment generally refers to the level of employees’ loyalty, involvement, and recognition. For 
employees, the higher the organizational commitment, the closer the tie to the organizational vision and beliefs, and in 
turn the lower the tendency toward turnover (Sušanj & Jakopec, 2012). Turnover refers to a broken relationship 
between employer and employee, regardless of which party causes it to happens (Ferguson & Ferguson, 1986). Several 
studies have found a negative relationship between organizational commitment and turnover intention (Sarah & Daniel, 
2000; Sousa-Poza & Henneberger, 2004; Timothy, 2000). Mobley, Horner, and Hollingsworth (1978) reported that 
organizational commitment has a more important effect on turnover intention than job satisfaction does. The greater a 
person’s age and experience level, the higher the level of organizational commitment that they tend to have. When 
people stay in an organization for a lengthy period of time, they will invest more time and energy in it, so for those who 
are senior in the organization will be reluctant to leave their jobs and display higher levels of organizational 
commitment (Salancik, 1977).  
2.3 Turnover  
Turnover can be grouped into two types: voluntary turnover and involuntary turnover. The results from employees 
factors such as retirement, health issues, the continuation of education, and promotion, while the latter is caused by 
employers, and includes discharges and layoffs (Wanous, 1979). Turnover intention is the last stage of a series of 
withdrawal cognition processes undergone by dissatisfied employees, and has been viewed as an antecedent variable 
that predicts real leaving behavior (Iverson & Deery, 1997; Lance, 1991).  
The turnover process, as long as an interactive relationship between employees and employers is not expected, or the 
employee has a negative impression of the job they do, will cause the termination of this relationship, which in turn 
affects the organization, society, and economy to some extent. Consequently, it is expected that a high turnover of 
employees represents an obstacle to the quality of service provided by an organization and leads to negative effects on 
organizational performance.  
A number of studies have revealed a negative connection between job satisfaction and turnover intention (Biswas, 2009; 
Karatepe et al., 2007; Yang, 2008). People with lower levels of job satisfaction are often uninterested in their jobs, and 
do not receive recognition from others.  
3. Method 
3.1 Participants 
We used convenience sampling, and a total of 111 questionnaires were initially distributed to employees working in two 
casinos in Macau. In all, 105 valid copies were retrieved, 42 of them completed by males and 63 by females. A large 
majority of the respondents (69.5%) were aged 35 or younger, with 39% aged 26 to 35. Most participants (72.4%) had 
not been educated beyond high school, and 48.6% had 1-5 years of experience in this industry. 
3.2 Instrument and Procedure 
The survey used in the current study consisted of four parts: background information, job satisfaction, organizational 
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commitment, and turnover intention. All survey items were answered via a six-point Likert scale, ranging from 1, 
“completely disagree” to 6, “completely agree.” Background information included age, gender, education, and years of 
experience.  
The section dealing with job satisfaction included 17 questions, of which eight were drawn from Chang (2010), four 
from Chiang (2005), and five from Zhang (2004). One sample item from this section was, “I have opportunities to work 
independently.” Cronbach’s α for the job-satisfaction items was .870.  
The section covering organizational commitment included 13 statements, of which six were adopted from Chung (2005), 
four from Lo (2009), and three from Hou (2008). One sample item from this part was, “I can fully develop my abilities 
while working in this organization.” Cronbach’s α for the organizational-commitment items was .907.  
The part of the survey dealing with turnover intention comprised eight questions, all adopted from Huang (2007); for 
example, “If I leave, I will easily find a suitable position in another organization.” Cronbach’s α for the 
turnover-intention items was .844, and for all 38 non-background items was .901, indicating that the instrument has a 
good overall reliability. 
3.3 Data Analysis 
The current study was correlational in nature. In order to examine the relationships among the job satisfaction, 
organizational commitment, and turnover intentions of employees from two casinos in Macau, we first used Pearson 
correlation, followed by regression analysis to examine whether or not job satisfaction and organizational commitment 
were valid predictors of turnover intention. The prediction model treated job satisfaction and organizational 
commitment as independent variables, and turnover intention as the dependent variable. Finally, in order to examine the 
effects of employees’ age and years of experience on job satisfaction, organizational commitment, and turnover 
intention, a series of two-way Analysis of Variance (ANOVA) were computed. 
4. Results 
4.1 Correlations 
Table 1 presents means, standard deviations, and zero-order correlations among job satisfaction, organizational 
commitment, and turnover intention. The Spearman’s rho coefficients reveal a significant and positive association 
between job satisfaction and organizational commitment (r = .667, p < .01), while the association between job 
satisfaction and turnover intention was positive but not significant (r = .069, p = .485). Finally, the association between 
organizational commitment and turnover intention was negative but not significant (r = -.107, p = .275). We therefore 
accept H1a, as this correlation was strong, and partially accept H2a, in which the correlation was negative but weak, but 
not significant. However, we reject H3a because contrary to expectations, the correlation between job satisfaction and 
turnover intention was positive.  
Table 1. Means, standard deviations, and intercorrelations among three measures 
Measure M SD 1 2 3 
1. Job satisfaction 4.21 .611 --   
2. Organizational commitment 4.08 .737 .667** --  
3. Turnover intention 4.21 .753 .069 -.107 -- 
** p < .01. 
4.2 Predictive Relationships 
Standard multiple regression was used to assess the relations between turnover intention as a criterion variable and 
organizational commitment and job satisfaction as predictor variables. The model indicates that F (2, 102) = 4.71, p 
= .011, R2 = .08. In addition, as shown in Table 2, organizational commitment ( = .312) and job satisfaction ( = -.406) 
were both valid predictors. For our sample, the more satisfied with her job a person is, the more likely she was to leave 
it; but the more committed to the organization she was, the lower her likelihood of leaving. These findings lead us to 
accept H2b and H3b. Nevertheless, this model only accounts for 8% of variance in turnover intention.  
Table 2. Regression analysis summary for two variables predicting turnover intention 
Variable B SE B  t p 
Job satisfaction .385 .164 .312 2.35 .021 
Organizational commitment -.415 .136 -.406 -3.05 .003 
Note. R2 = .08 
4.3 The Influence of Age and Experience 
The results of our investigation using two-way ANOVA of the possible effects of age and years of experience on job 
satisfaction, organizational commitment, and turnover intention are presented in Tables 3, Table 4, and Table 5. Age 
and years of experience were coded as categorical variables, with four age groups being used (i.e., under 25, 26-35, 
Business and Management Studies                                                                Vol. 2, No. 1; 2016 
107 
 
36-45, and 46+). These four groups were further subdivided according to years of experience (under 1, 1-5, 6-10, and 
11+). Table 3 shows that age did not produce a significant main effect with respect to job satisfaction, F (3, 94) = .221, 
p = .882. A non-significant main effect was founded for years of experience, F (3, 94) = .053, p = .984. A 
non-significant interaction effect between age and years of experience, F (4, 94) = 1.591, p = .183, was also observed.  
Table 4 presents the relationships of the respondents’ ages and years of experience to their levels of organizational 
commitment. Again, neither age (F (3, 94) = .518, p = .671) nor years of experience (F (3, 94) = .057, p = .982) had 
significant main effects, nor did they produce a significant interaction effect with organizational commitment (F (4, 94) 
= .706, p = .590).  
With regard to the effects of age and years of experience on turnover intention, Table 5 shows that the two independent 
variables produced non-significant main effects (age: F (3, 94) = 2.405, p = .072; years of experience: F (3, 94) = .312, 
p = .817), and that their interaction was also not significant, F (4, 94) = .723, p = .579. Based on these observations, we 
must reject H1b, H2c, and H3c.  
Table 3. Summary table for two-way analysis of variance of the effects of age and experience on job satisfaction 
Source df SS MS F p 2 
Age 3 .242 .081 .221 .882 .007 
Experience 3 .058 .019 .053 .984 .002 
Age x Experience 4 2.326 .582 1.591 .183 .063 
Within cells 94 34.353 .365    
Total 105 1899.412     
Table 4. Summary table for two-way analysis of variance of the effects of age and experience on organizational 
commitment 
Source df SS MS F p 2 
Age 3 .840 .280 .518 .671 .016 
Experience 3 .093 .031 .057 .982 .002 
Age x Experience 4 1.527 .382 .706 .590 .029 
Within cells 94 50.843 .541    
Total 105 1806.716     
Table 5. Summary table for two-way analysis of variance of the effects of age and experience on turnover intention 
Source df SS MS F p 2 
Age 3 3.598 1.199 2.405 .072 .071 
Experience 3 .466 .155 .312 .817 .010 
Age x Experience 4 1.441 .360 .723 .579 .030 
Within cells 94 46.870 .499    
Total 105 1923.813     
5. Discussion 
For our sample, job satisfaction had a significant and positive relationship with organizational commitment, and this 
correlation was strong (r = .701). This finding is in line with previous studies’ suggestions that the more satisfied 
employees are with their jobs, the greater their commitment to their organization will be (Baranik, Rolling, & Eby, 2010; 
Lim, 2010). However, the results did not fully support our hypothesis that organizational commitment will have a 
significant and negative relationship on turnover intention: we did find a negative association (r = -.187), but it was not 
significant. It should be noted in this context that the majority of our participants (48.6%) had between one and five 
years of experience, and thus might not have developed a strong organizational commitment.  
We also found that the more satisfied our respondents said they were with their current jobs, the more likely they were 
to report planning to leave. This unexpected finding contradicts the previous literature. One possible explanation is that, 
as Carsteon and Spector (1987) suggested, the availability of job opportunities is an important reason for turnover. 
Because Macau has abundance of job openings in the gambling industry, it is relatively easy to find an equivalent or 
even a higher-paid job at a different casino. Even people who are satisfied with their current positions, if they have a 
chance to receive a higher salary elsewhere, are reasonably likely to leave their organizations.  
It should also be taken into consideration that the gambling industry is perhaps uniquely profit-driven, so job 
satisfaction may not have a direct impact on turnover intention. In addition, the industry in Macau operates on a 
three-shift system, which may lead employees with high levels of job satisfaction and organizational commitment to 
nevertheless leave their organizations because their shift schedules are detrimental to their physical wellness and/or 
interfere with family responsibilities.  
When we examined the extent to which job satisfaction and organizational commitment can impact employees’ 
turnover intention, the regression model indicated that both variables were effective predictors. The higher the 
organizational commitment, the lower the turnover intention ( = -.406); however, the greater the job satisfaction, the 
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higher the turnover intention ( = .312). As previously discussed, unique features of the gambling industry render the 
relationship between job satisfaction and turnover intention complicated and far from crystal clear. Additionally, the 
current study’s regression model accounts for a mere 8% of total variance in turnover intention. This result suggests that 
other factors may be more important in driving turnover intention, and carries useful implications for other researchers 
investigating the gambling industry. 
With regard to the interaction of age and years of experience with job satisfaction, organizational commitment, and 
turnover intention, our ANOVA analyses found neither main nor interaction effects. In other words, it was not possible 
to identify significant differences between age groups or between groups based on years of experience.  
6. Limitations and Possible Future Directions 
When interpreting the results of this study, it should be remembered that only two casinos were involved. For the results 
to be generalizable, a larger sample size including employees from a larger number of casinos would need to be studied. 
For example, future researchers might conduct cross-cultural studies, examining employees’ attitudes toward the casino 
industry in Macau, Singapore, and the United States. Another possible issue is that participants may have been in a state 
of fatigue when responding the survey: even though the instrument contained only 38 simple statements, the unique 
pressures of their working environment may have meant that they did not have an appropriate amount of time in which 
to respond to it. Future researchers should consider better methods of distributing surveys to this unusual group. Finally, 
the current study was a correlational study, which might affect its empirical validity. Including more variables and using 
covariate techniques to control confounding variables are promising avenues for future study. 
7. Conclusion 
In our study, we found that employees in Macau gambling industry their job satisfaction had a significant and positive 
relationship with organizational commitment. Organizational commitment had a negative but not significant correlation 
with turnover intention. Finally, the correlation between job satisfaction and turnover intention was positive but not 
significant. Based on the regression model, we also found that employees’ organizational commitment and job 
satisfaction can predict their turnover intention. In addition, people’s age and experience did not have an influence on 
their job satisfaction, on their levels of organizational commitment, and on their turnover intention. 
The unique contribution of the current study was that, when we examined employees’ attitudes toward two casinos in 
Macau, a positive relationship was found between job satisfaction and organizational commitment, and a positive 
relationship was found between job satisfaction and turnover intention. It would be expected, both based on the prior 
literature and intuitively, that a negative relationship between job satisfaction and turnover intention would be found, 
but we obtained the opposite result. This may have resulted from three causes: that the unemployment rate in Macau is 
very low, at 1.8% (Statistics and Census Service, 2015); that salary may be an unusually or disproportionately major 
consideration for Macau casino employees; and that job opportunities in the gambling industry are abundant and easy to 
move between.  
A number of our participants mentioned that opportunities for promotion in the casinos were rare, and usually based on 
certain number of years of experience, leading many employees to job-hop in search of higher salaries. It seems that, at 
least in this particular context, organizational commitment is not a high priority in career development. As far as 
education is concerned, the majority of employees have only high school diplomas, and consider that this disadvantages 
them in any job market other than the gambling industry. 
Taken as a whole, our research carries several implications for the gambling industry in Macau. First, in order to 
understand employees’ perceptions of their working environment, it is recommended that employee opinion surveys be 
distributed routinely, and the data thus gathered used as a basis for future corporate policymaking. Second, 
organizations should provide a sound welfare system and set up bonus schemes to lessen turnover rates. Finally, 
education and training programs are needed, especially for less experienced workers, to assist them to develop career 
plans. For example, a casino could work with local universities to provide its employees with a chance of obtaining 
higher-education diplomas, thereby improving the quality of its own human resources as well as the employees’ overall 
career prospects. 
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